Abstract. In Cameroon because of high rate of jobless of youths, the post-80s generation has gradually become the most representative group in the labor market. It has a good level of education, aspires to better live, and it's the largest group in the majority enterprises; which creates challenges for human resource management in companies. In this article, will be discussed the relationship between self-evaluation of qualification and work attitude of post 80s generation to help companies to establish appropriate measures to manage the post-80s generation in Cameroon in general and in Yaoundé (capital) in particular. For our purposes, a survey of a workforce of 210 employees distributed between 116 men and 94 women will be conducted. Firstly we tried to analyze the correlation between self-evaluation of qualification and the work attitude using our survey results. Secondly we got out a conclusion on relationship between the self-evaluation of qualification and the work attitude of post 80s generation employees in Cameroon. And at the end we suggested some strategies to implement for a good management of the post-80s generation employees in companies in Yaoundé and in Cameroon.
I. Introduction
At present, post-80 generation and post-90 generation have moved into the work market, and has gradually become the main labor grassroots in labor-intensive enterprises, in the work mentality and behavior, they showed distinct personality. However, post-80s generation and post-90 generation employees' problems are emerging, so the traditional management model which has to be used is facing serious challenges.
In Cameroon, especially in Yaoundé it is easy to meet massive rural exodus since the creation of the State. So the management of workers always has to be a big problem. The social situation of post-60 generation and post-70 generation have been the subject of the whole society attention of one period, they have also became the main body of the work force of the whole society. When post-80s generation and post-90s generation began to occupy the position of young people in the workplace, this group has a special upbringing, enter in the community give human resource and management of enterprise to bring unprecedented challenges thereof. Object of this study is Cameroon banking companies which is a typical labor-intensive enterprises, large scale, we randomly chosen a sample of 210 employees and more than 75% of these employees were post-80 generation, through their investigation and study, about their attitude toward the company's work environment, work remuneration, leadership management and other factors, to analyze their overall satisfaction with the bank, further analysis of factors causing their dissatisfaction and improve their work enthusiasm, this is also to the Cameroon banking companies ways to improve the overall efficiency. And the bank is representative for the whole labor-intensive enterprise type post-80s generation employees; this is the way for labor-intensive enterprises in Cameroon particular in Yaoundé to enhance post-80sgeneration employee's motivation and management.
II. Literature Review

The relationship between self-evaluation of qualification and the demission tendency
The term self-evaluation of qualification is the most basic capacity assessment and values held by an individual. According to a number of scholars like Cable & Hendey (2009), Maynard, Taylor & Hakel (2009 /2010 , for employees their self-evaluation qualification, including education, work, skills are higher than the work required, employees can produce dissatisfied feeling and a tendency to look for another work, and finally to resign. Mynard (2006) and Wald's (2005) studies suggest, when employees perceived their over-education-self-qualifications and work requirements don't match, employees will produce low job satisfaction and high demission tendency. And in Wilson's (2014) studies, self-evaluation of qualification and job satisfaction don't have direct correlation, but rather the external factors (such as social, family, company policy, etc.) have a direct impact on job satisfaction. At this stage, for self-evaluation of qualification whether it will affect employee satisfaction or not has already attracted foreign scholar's attention.
The relationship between self-evaluation of qualification and job satisfaction
Judge in 1992 put forward for the employee job satisfaction influence, it can be mainly divided into direct and indirect influences. Those influences are mainly from employee's self-evaluation of qualification. Self-evaluation of qualification mainly has the following features: employee self-esteem, employee emotional stability, individual emotional temperament, desire to control of employees, other factors. The direct influences whether positive or negative of self-evaluation of qualification will produce a corresponding evaluation of their environment; while indirect influences of self-evaluation of qualification will affect the person concerning his job attitude. Can also be considered, with a positive self-evaluation of qualification of individuals, it will be more easily to produce a happy mood, and easier to produce a higher job satisfaction.
According Staw and Connell's (1981) research, job satisfaction to a certain extentand personality traits are very similar, both have good stability. Whether negative or positive emotions, the impact of both on job satisfactions is very high. Spector (1983) indicates that personality traits can produce a positive emotion and negative emotion, the two effects. Job autonomous, blur roles of employees, conflict on the role of employees can have an impact on job satisfaction.
The relationship between job satisfaction and the demission tendency
Many studies have shown that the relationship between job satisfaction and the demission tendency was negatively correlated. Porter & Steerszai (1974) proposed that when the job satisfaction of employees in the organization declined, the withdrawal behavior chosen was more to resign. Mobley put forward resignation model; the employee feels not satisfied after can occur a series of actions, produce resignation idea, find other jobs, then weigh the pros and cons of other job, produce demission tendency, finally occurs resignation behavior. Horner & Hollingsworth considered that low job satisfaction produce resignation idea, look for another workand measure a various factors of combined effects can lead employees to produce demission tendency.
According to the above study, the level of job satisfaction is a sort of demission tendency predictors. 
III. Empirical Study on Relationship
Research elements
In this research paper, the dimensions of self-evaluation of qualification include: self-evaluation of work qualification and self-efficacy. Self-evaluation of work qualification refers to the most basic evaluation of the individual's ability to work and the values held by a worker. Self-efficacy refers to the individual whether or not he has the ability to complete a line to carry out the speculations and judgments.
For the study the dimensions of the work attitude are: job satisfaction, organizational commitment and demission tendency.
Research hypothesis
To investigate which factors affect the employees' attitude, this paper presents some influences that may arise self-evaluation of employee qualification level. Self-evaluation qualification has two dimensions: self-evaluation of work qualification and self-efficacy. In order to study the relationship between the self-evaluation of qualification and the work attitude, we propose the following hypothesis:
H1 
Object of study
Our test sample is on the staff of some Cameroonian banks in Yaoundé. 278 copies were distributed, 235 were recovered, of which 210 were validated, so a percentage of 89.3%. In this paper, five vector table representative of working attitude. The questionnaire concerned self-evaluation of work qualification, self-efficacy, job satisfaction, organizational commitment, demission tendency. The questionnaire has a total of 31 questions in the five dimensions above-mentioned:
1. Self-evaluation of work qualification includes 6 questions: ''Performance exceeded expectations'', ''the work is completed in advance'', ''Perform well than other employees'', ''work effort'', and ''work efficiency and quality''.
2. Self-efficacy includes 5 questions: "If I tried to do then'', ''I often produce high quality of work'', ''adhere to the ideals and goals are easy to reach'', ''can effectively deal with any unexpected events'', and ''I am always able to solve the problem''.
3. Job satisfaction includes 9 questions: ''including the nature of the work'', ''relations between colleagues'', ''salary compensation'', ''promotion opportunities'', ''the overall feeling'', ''interest in the work'', ''the freedom to work'', and ''work challenging''.
4. Organizational commitment includes 7 questions: "Organization deserves my loyalty", "in the enterprise I felt like I am part of the family", "I care about the future of my enterprise", "I often feel that the company's problem is my problem", ''I like to discuss with other people about my enterprise", "I always accept to stay work in the enterprise'', and "in my favor, I do not want to leave my company''.
5. Demission tendency includes 4 questions: "I often thought of leaving your job", "I have the opportunity to take the initiative to look for other work", "I'm in the next couple of years may leave this enterprise'', and "after conditions get maturity, I will immediately resign present work".
The questionnaire items, using 5 points: 1 = Agree, 2 = Little bit agree, 3 = It is difficult to say, 4 = Little bit disagree, 5 = Disagree. As can be seen from Table 3 , demission tendency of man is slightly larger than the average female because 2.51 < 2.53. And men inself-efficacy and organizational commitment have the mean score higher than women, which means men are less inself-efficacy and organizational commitment than women. According to Table 4 , job satisfaction, organizational commitment and demission tendency significant are greater than the value of 0.05; thus, different on sex does not cause a significant difference of each factor. But self-evaluation of work qualification and self-efficacy significant values are less than0.05 so different on sex cause significant difference.
3.4.3 Effect of education level on work attitude As can be seen from Table 5 , from the mean value view point, there are some differences in educational background mean score for each factor. Among them, the organizational commitment is highest. The mean of high school degree inself-evaluation of work qualification, job satisfaction and organizational commitment are less than average of Master and more degree. This shows that high school degree employees compared with Master and more degree employees have good self-evaluation of work qualification, it may be due to the fact that lower education has higher work experience; therefore, high school degree of our subject has relatively strong organizational commitment. In addition, the average of master's degree in Demission tendency is less than high school degree of our subject. This shows that the master's degrees subject tend to resign higher compared to high school. Table 6 , self-evaluation of work qualification and demission tendency significant are greater than 0.05. It is means with different education level, self-evaluation of work qualification and demission tendency don't have a significant difference. But self-efficacy, job satisfaction and organizational commitment significant are less than 0.05. This proves that with different education level self-efficacy, job satisfaction and organizational commitment have significant differences.
Correlation analysis
3.5.1 Correlation Analysis of job satisfaction Table 7 . Correlation Analysis of job satisfaction. According to the above job satisfaction correlation analysis table, we can say that job satisfaction, self-evaluation of work qualification and self-efficacy have positive correlation. But p value between job satisfaction and self-evaluation of work qualification is 0.132 > 0.05; thus job satisfaction and self-evaluation of work qualification are not significant correlated, so hypothesis H1 is not verified. Job satisfaction and self-efficacy have a p value of 0.000 < 0.01; thus job satisfaction and self-efficacy are significant correlated, so hypothesis H2 is verified.
Self-evaluation of work qualification
Self-efficacy
3.5.2 Correlation Analysis of organizational commitment Table 8 . Correlation Analysis of organizational commitment. According to the above organizational commitment correlation analysis table, we can say that organizational commitment, self-evaluation of work qualification and self-efficacy have positive correlation. Organizational commitment and self-evaluation of work qualification Sig. is 0.009; thus organizational commitment and self-evaluation of work qualification are significant correlated, so hypothesis H3 is verified. Organizational commitment and self-efficacy is Sig.0.000; thus organizational commitment and self-efficacy are significant correlated, so hypothesis H4 is verified.
Self-evaluation of work qualification
Self-efficacy
3.5.3 Correlation Analysis of demission tendency The hypotheses: H5: Cameroon's banking enterprises of post-80's employee of self-evaluation of work qualification and their demission tendency are significantly positively correlated.
H6: Cameroon's banking enterprises of post-80's employee of self-efficacy and their demission tendencies are significant positive correlated.
According to the above demission tendency correlation analysis table, we can say that in the level 0.01 of significance, demission tendency, self-evaluation of work qualification and self-efficacy have negative correlation. Demission tendency and self-evaluation of work qualification Sig. is 0.968; thus demission tendency and self-evaluation of work qualification are not significant correlated, so hypothesis H5 is not verified. Demission tendency and self-efficacy Sig. is 0.000; thus demission tendency and self-efficacy are significant correlated, but hypothesis H6 is not verified.
3.5.4 Conclusion of hypothesis Table 10 . Correlation Analysis of demission tendency. 
Hypotheses
Conclusion of survey
In this study, after Cameroon's banking enterprises survey on 210 employees of post-80's generation, we have the following conclusions: 1) From the academic point of view, 61.4% of the study object has a bachelor's degree and more. It can be seen that the post-80's generation employees didn't have good educational environment, but have relatively good education level, and higher technical capacity. However, on work experience point of view, most of the study objects of years' experience are more than 5 years. It can be seen, although the generation post-80's employees don't have high education, but generally they have a lot of years of work, and good work experience.
2) When the self-evaluation of qualification sample mean is between 2.279-2.28, standard deviation is between 0.550-0.65. When the work attitude mean is between 2.48-2.19, standard deviation is between 0.51-0.60. So we can say that the employee's post-80s are generally little bit satisfied with both self-evaluation of qualification and work attitude.
3) In the analysis of the impact of gender on the variables studied, according to the results of analysis of variance of each factor, we can conclude that job satisfaction, organizational commitment and demission tendency likely are not influenced by the sex of employees. But self-evaluation of work qualification and self-efficacy are influenced by the sex of employees.
In the analysis of the impact of education level on the variables studied, self-evaluation of work qualification and demission tendency likely are not influenced by the education level of employees. But self-efficacy, job satisfaction and organizational commitment are influenced by the education level of employees.
4) According to the results of correlation analysis: Self-evaluation of work qualification and job satisfaction are not correlated, but self-efficacy and job satisfaction are positively correlated. Self-evaluation of work qualification and organizational commitment are positively correlated; also self-efficacy and organizational commitment are positively correlated. Self-evaluation of work qualification and demission tendency is not correlated; but self-efficacy and demission tendency are correlated with a negative correlation.
IV. Conclusion
As we said before the post-80s employees management in Cameroon is very important because is the group which composed the majority of companies in Cameroon. On the basis of our work we can suggest companies in Cameroon in general and in Yaoundé in particular to: enhance substance and spirit motivation of employees; help employees with clear career planning, good enterprise salary, and fair promotion system; establish an effective mechanism incentive of spirit.
At the end we hope our research can help companies to take their own and better decision concerning human resource in Cameroon. And for our future studies we might use a larger survey and more variables to enlarge our field of study
